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ABSTRACT 
Although still not present at an equal proportion to men, women are becoming 
increasingly present in the labor force in the United States. It may be important to consider 
the possible effect that women's increased labor force participation has for the community. 
More specifically, this research aims to examine the effects of women's increased labor force 
participation on voluntary participation in rural communities. Data from a survey completed 
in 2004 was used to explore the present topic of women volunteers in rural communities. 
Questionnaires were sent by mail to 15,000 residents of Iowa. Theories relating to this area 
of research were examined and tested to gain a better understanding of the roles of women in 
small communities. Limited evidence was found in favor of both human capital and role 
overload perspectives. 
CHAPTER I 
INTRODUCTION 
Substantial numbers of people today donate their time and skills to the community. 
The Giving and Volunteering in the United States 2001 (Toppe, Kirsch, and Michel 2001) 
survey found that, of adults age 21 and over in the United States, 44 percent volunteered with 
a formal organization in 2000, with 63 percent of that group reporting they volunteered on a 
regular basis , monthly, or even more often. There are many motivations for such activity. 
Some volunteers report being motivated by a" ... desire to improve the lives of their family 
and neighbors" (Naples 1992:447). Others may volunteer as a result of other factors such as 
" .. . interest in the activity, perceived benefits to those they know, getting job experience, 
enhancing social status, or simply having social contacts" (Piliavin and Chamg 1990:55). 
Regardless of whether one volunteers for altruistic or self-oriented reasons, volunteering is 
important to the community and many individuals donate their time and skills. Several 
studies have looked into the demographic features of the typical volunteer. For instance, it 
has generally been found that being white (Hayghe 1991; Wilson 2000; Thoits and Hewitt 
2001), married (Hayghe 1991; Wilson 2000; Rotolo 2000; Thoits and Hewitt 2001), and 
middle aged (Hayghe 1991 ; Wilson 2000; Pearce 1993; Gallagher l 994a) are all positively 
associated with volunteering. Having a higher education and a higher income were also 
factors that the typical volunteer possessed (Hayghe 1991; Pearce 1993; Wilson and Musick 
1997a; Wilson and Musick 1997b; Brown 1999; Thoits and Hewitt 2001). However, other 
studies have observed mixed findings about who is most likely to volunteer (Wilson and 
Musick 1997a). 
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Some studies have also considered gender in the examination of volunteers. Various 
accounts show that the majority of the people who are volunteering are women (Gallagher 
1994a; Hayghe 1991; Toppe et al. 2001; Keith and Nauta 1988; Wilson and Musick 1997a). 
As stated in the key findings of the Giving and Volunteering in the United States 2001 
(Toppe et al. 2001), "Women were more likely to have volunteered than were men (46% and 
42%, respectively)". However, this does not indicate a great difference between the 
volunteer rates of women and men, and some research discovered that men were more likely 
than women to be volunteers (Pearce 1993). Still, Gallagher (l 997b) proposes that such a 
finding may indicate different types of volunteering. She states that while women are 
significantly more likely than men to give help to others," ... men appear to be somewhat 
more involved in formal volunteerism (at least in terms of number of group memberships) 
than are women" (Gallagher 1997b:37). Naples (1992) also recognizes that women have 
historically been involved in volunteer work with churches, schools, child-care programs, 
hospitals, and recreation centers. Men, on the other hand, have traditionally joined 
professional associations and lodges that are functional for their careers (Hausknecht 1962). 
A number of researchers have investigated further the volunteering habits of men and 
women and speculated on what may cause such differences in volunteer rates. One possible 
variable to consider is the employment status of individuals and how that effects time spent 
volunteering. Although still not present at an equal proportion to men, an increasing 
proportion of women are engaged in the labor force in the United States. According to the 
U.S. Census Bureau, the percentage of women participating in the labor force has increased 
from 36 percent in 1960 to 58 percent in 2000. This large movement of women into paid 
work has led many researchers to investigate possible outcomes of such social change. Some 
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research has focused on family-related outcomes such as division of labor within the 
household (Hochschild 1989) and child-rearing tactics (Hochschild 1997), while others have 
studied the organizational structure and hierarchal nature of the workplace (Acker 1990). 
Another important angle to consider is the possible effect that women's increased labor force 
participation has for the community. Therefore, the purpose of this research aims to examine 
the effects of women's increased labor force participation on voluntary participation in rural 
communities. Hayghe ( 1991) suggests that the greater number of women volunteers may be 
due in part to their status in the home and in the workforce. "Despite rapid labor force gains, 
women make up a larger proportion of part-time workers or persons not in the labor force" 
(Hayghe 1991: 17). Still, Hayghe ( 1991) noted that a greater percentage of women than men 
in all categories of employment status reported spending some time in volunteer work. As 
numbers of women participating in the paid labor force have been increasing over the past 
decades, their lives have become filled with numerous roles. Women perform many 
functions today and serve in many important positions in the family, at work, and in the 
community. Does this eventually lead to an "overload" for working women causing them to 
volunteer less? Or does employment offer more resources and opportunities for 
volunteering? These questions will be considered as this study intends to draw attention to 
women ' s role in volunteer work and in paid work and how the former may possibly affect the 
latter. Specifically, the research reported here questions whether there is an association 
between participation in the paid labor force and volunteering among women. 
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CHAPTER2 
LITERATURE REVIEW 
Definitions & Dimensions of Volunteerism 
Much literature has been focused around the theme of volunteering. Scholars 
conceptualize volunteering in various ways. Wilson (2000:215), defined the concept as, 
" . .. any activity in which time is given freely to benefit another person, group, or 
organization". Wilson and Music ( 1997a) use a very similar description of volunteering. 
Definitions used by economists may be further simplified to " ... work performed without 
monetary recompense" (Freeman 1997:S140). Other definitions have been more specific in 
relation to motivation and types of volunteering. For example, Brown (1999: 18) limited the 
definition further by stating, " . . . volunteering is purposeful activity that is not compelled and 
the productive value of which is not captured by the volunteer". Thus, depending on the 
definition of "productive value," Brown may exclude activities that are done to benefit one's 
own self. 
Others elaborate the specific points of what types of activities that may fall under 
volunteering. Tho its and Hewitt (2001: 116) write, " ... volunteer work includes not only the 
unpaid provision of services directly to others in need, but also political activism and 
community representation on boards of various agencies." Still, they exclude informal 
helping activities. Wilson and Musick (l 997a) argue though, that different types of volunteer 
work, including both formal and informal, are related. Formal volunteer work encompasses 
work done with or for a group, whether it is on the local or national level. Caring or informal 
helping is considered to be help given to friends, relatives, or neighbors, and is more private 
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and not organized. Overall, they argue that different types of volunteer work are related to 
each other (Wilson and Musick 1997a). 
Various researchers have sorted volunteer activities into different categories. Another 
dimension on which volunteering has been categorized is whether the activity occurs in the 
private or public sphere. Lopata (1993) explains the two spheres indicated a traditional 
separation by gender with the public sphere occupied by men and the private sphere occupied 
by women. Wilson (2000:227) reiterates this point stating, "Gender makes a difference not 
only to how much people volunteer but also to what kind of work they do." Just as 
employment has been analyzed in terms of separate spheres, volunteering activities can be 
considered under a similar light. Therefore, it may have been assumed that because men at 
one point were more likely to be engaged in the public sphere of employment outside of the 
home, they would then be more likely to be involved in voluntary participation that related 
directly to their paid employment. Women, on the other hand, as occupiers of the private 
sphere dealing with the home, may be more likely to engage in volunteer activities that dealt 
with similar circumstances, such as working with children. From her research on rural 
women's voluntary work, Little (1997:200) states, "In researching and analyzing women's 
voluntary activity we must clearly look to both the public sphere of paid work and the private 
sphere of the home." She adds that it is in the interrelationship between the two spheres that 
an understanding of the circumstances behind women's participation in volunteer activities 
can be found. Lopata (1993:181) argues, "A more realistic imagery would present the world 
as a continuum of involvements for both men and women." Use of such a continuum may 
then reduce the amount of gender stratification and lead to a realization that the public and 
private spheres overlap in many areas. 
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Another system of categorization focuses on the different types of volunteer groups. 
Janoski and Wilson ( 1995) propose categorizing voluntary groups in terms of self- versus 
community-orientation. They suggest that voluntary associations are most associated with 
the self-oriented group type. "Voluntary associations are groups of people who share an 
interest and have agreed to pursue it jointly" (Janoski and Wilson 1995:274). Voluntary 
organizations, alternatively, correspond more closely with community-oriented groups. Such 
organizations " ... are engaged in generalized exchanges with nonmembers" (Janoski and 
Wilson 1995:274). Therefore, voluntary organizations are considered to serve others outside 
of the group, while voluntary associations exist serve those inside of the group, or the 
members themselves. 
A third form of categorization of volunteering involves a similar method to that used 
by Janoski and Wilson (1995) in that categories are formed on the basis of the type of group. 
Still, it is unique in that the categorization is based on the number of persons involved in the 
activity rather than on the type of activities performed. Eckstein (2001) identifies 
volunteerism as either collectivistic-based or individualistic-based. As it implies, 
individualistic-grounded volunteerism stems from the work of an individual. Oppositely, 
"Collectivistic-based volunteerism involves acts of generosity that groups (rather than 
individuals) initiate, inspire, and oversee" (Eckstein 2001 :829). Therefore, individuals are 
involved and participate as a result of their ties to the group. While there are distinct 
differences between the varieties, Eckstein (2001) acknowledges that the varying types of 
volunteerism may be intertwined in practice. 
It is important to identify and distinguish between volunteering and other closely 
related terms in order to avoid confusion. For example, altruism is often closely associated 
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with volunteerism. Still, while the two terms may coexist in certain situations, they are each 
unique from the other. Sociologists tend to define altruism using a largely motive-based 
definition. Piliavin and Charng ( 1990:30) explain altruism" ... as behavior costly to the actor 
involving other-regarding sentiments." Thus, an act may be labeled as altruistic if it was or 
appeared to be motivated mainly by a consideration for another's needs rather than for one's 
own needs. While some definitions of volunteering include a statement proposing an 
altruistic nature to the act (see Brown 1990), most do not make specific notations about the 
actor receiving, or not, any benefits from their actions. Many definitions simply state that 
volunteering involves giving time and help to benefit others, but leave open the possibility of 
the volunteer also receiving some benefits from their work. Wilson (2000:215) even states 
that the definition used in his research " ... does not preclude volunteers from benefiting from 
their work." Therefore, while volunteerism and altruism may be closely related at times, 
they are two distinct concepts that should not be used interchangeably. 
Another term often associated with volunteering is activism. While a relationship 
may exist here between the two words, they may easily be distinguished. The main point of 
difference between activism and volunteerism regards the focus of the acts involved. 
Volunteers tend to focus on dealing with and resolving individual problems. Activism, on 
the other hand, is more geared toward social change (Markham and Bonjean 1995; Wilson 
2000). Also, there seems to be a more controversial nature associated with activism. It may 
be for this reason that most people prefer the label and role of being a volunteer rather than 
that of an activist (Daniels 1988; Markham and Bonjean 1995). Still, activism and 
volunteerism may be related in certain instances when volunteer activity (e.g. raising money 
and gaining approval for a new school or recreation center) inadvertently involves or causes 
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social change. For the present study, activism will be considered a separate and unique 
concept and will not be included. Altruism though, will be considered a related function of 
volunteering that may or may not be involved in each act of volunteerism. 
The present study will draw on the definitions used by Wilson (2000) and Wilson and 
Musick (1997a), and will define volunteering broadly as time freely given to benefit any 
individual or group. Consideration will be limited to civic engagement including formal 
involvement in organized or group activities. 
Consequences of Volunteering 
Researchers have studied volunteering with regard to many different factors and 
issues. Many studies have explored and noted several possible positive outcomes of 
volunteering. As Uggen and Janikula (1999:331) state, "Volunteer work appears to have 
many beneficial effects on the volunteer." For instance, Abrahams (1996) examines how 
community and self-identity fit together in terms of community participation. Based on her 
findings, she states, "Community participation created avenues for women to embrace as 
well as negotiate identities as mothers, homemakers, and elders" (Abrahams 1996:792). 
Overall findings provided evidence that participation in community organizations enabled 
women to secure both their identities and a place in their communities. Related findings 
from a study of community work performed by women showed, "The community workers' 
self-confidence and feelings of empowerment grew through their community work" (Naples 
1992:456). In another study focusing on women volunteers, Daniels (1988) examined those 
with a high status in society and observed many satisfactions that were drawn from the 
volunteer work performed by the women. Such benefits included the chance to add 
excitement to life, to make new friends within their own social class and across classes, to 
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feel gratification associated with altruistic work, and the opportunity to build self-confidence 
and experience self-growth and self-realization (Daniels 1988). Additional benefits to the 
volunteer were found by various other studies. Being a volunteer may help to keep 
adolescents out of trouble. Hart, Atkins, and Ford ( 1998) found that prosocial activities are 
linked to the development of moral identity. In a study by Kuperminc, Philliber, and Herre 
(1994) of a teen outreach program, offering volunteer experiences was associated with 
successful programs for the youths in terms of lessened teenage pregnancy and school failure 
and school dropout. Another study found a strong negative relationship between volunteer 
work and arrest among adolescents (Uggen and Janikula 1999). 
Volunteering may also have positive benefits for one's health. Wilson (2000:231) 
states, "Because volunteering is an additional social role, it can be expected to produce the 
beneficial health effects associated with more social ties." Older volunteers were found to 
have a stronger will to live and an overall higher degree of life satisfaction and well-being 
(Hunter and Linn 1981; Wheeler, et al. 1998). Mental health, as well as physical health, may 
also be improved or strengthened through volunteering. Hunter and Linn ( 1981) noted fewer 
symptoms of depression and anxiety, and greater feelings of self-respect among the older 
volunteers studied. One explanation may be that by volunteering, people become integrated 
into their community. Such social integration has been shown to generate positive mental 
health effects (House, et al. 1988). This relationship between volunteering and health may be 
reciprocal. Thoits and Hewitt (200I:127) note, "In general, people with greater well-being 
invest more hours in volunteer service work, and volunteer work promotes positive well-
being." Overall, there is strong evidence that engaging in volunteer work is beneficial to the 
volunteer, as well as those being served. 
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General Demographics 
While some studies have examined possible outcomes or benefits of volunteering, 
many other studies discuss what aspects may lead to greater or lesser volunteering among 
people. Rotolo (2000) considered the impact of life course events on participation in 
voluntary associations. It was found that while marriage had no effect on the female joining 
rate, the presence of preschool-aged and school-aged children increased this rate (Rotolo 
2000). Other studies have considered what factors may lead to volunteering. Wilson and 
Musick ( l 997b) examined what types of occupations and occupational procedures were most 
conducive to workers in these jobs making the decision to volunteer. Findings suggested that 
occupations with dimensions of complexity, autonomy, and variety (i.e., those with 
occupational self-direction) have higher volunteer rates and that persons working in the 
public sector volunteer most. In a related work, Wilson and Musick (1997 a) seek to identify 
the "inputs" needed to volunteer, and show how these resources are related to volunteering. 
They include gender in this analysis, and find that women are more likely to engage in 
volunteering, especially informal helping (i.e., helping friends, neighbors, and relatives 
informally). The current analysis also considers a factor that may lead to increased or 
decreased voluntary participation and considers the factor of participation in the labor force. 
Several other variables that may also be related to volunteering will be controlled for during 
analysis, including age, education, income, marital status, whether children are present in the 
home, and miles traveled to work. In general, this research seeks to illuminate the effect that 
women's increased involvement in the paid workforce has on voluntary participation in rural 
communities. 
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Dimensions of Labor Force Participation 
Work is a significant part of people's lives today and consumes a great amount of 
their time. According to the 2000 Census, approximately 138,820,935 civilians aged 16 and 
over are in the labor force in the United States (U.S. Census Bureau). This means that nearly 
64 percent of the population aged 16 and older are employed or looking for work. Of those 
in the labor force age 16 and older, about 46.5 percent are women (64,547,732). While the 
percentage of men in the labor force has fallen slightly in recent history (from 74.9 percent in 
1971to68.9 percent in 2003), the percentage of women in the labor force has shown just the 
opposite trend (U.S. Bureau of Labor Statistics). This proportion has been on an overall 
upward trend in the past several decades. According to the U.S Bureau of Labor Statistics, 
there has been a 115 percent increase in the numbers of employed women since 1971. The 
percentage of employed women rose from 40.4 percent of the civilian labor force in 1971 to 
56.1 percent recorded in 2003 (Bureau of Labor Statistics). This means that over 35,000,000 
more women are now spending a great deal of their time in paid labor as opposed to being a 
full-time homemaker. 
Just as the percentage of women in the workforce has changed over time, so has the 
type of work done by women. Occupational segregation, or the concentration of workers 
from different groups into different occupations (Padavic and Reskin 2002), is prevalent in 
the United States with women and men in primarily different occupations (Kerbo 2003). 
Padavic and Reskin (2002:65) state, "Despite World War II, the women's liberation 
movement, antidiscrimination laws, and affirmative action, the most common occupations 
for women at the tum of the twenty-first century were almost identical to those that 
employed the most women in 1940." Out of the 500 different occupations detailed by the 
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U.S. Census Bureau, administrative support positions ranked at the top of the list of jobs 
worked by women. This is compared to manager and administrator positions that were the 
most prevalent jobs held among men (Padavic and Reskin 2002). 
These aspects of labor force participation among men and women may have an effect 
on volunteerism. While several studies have shown that employment increases volunteering 
time, others provide evidence that time spent volunteering is decreased by employment. 
Some studies have noted that employed persons are more likely to volunteer more hours 
(Thoits and Hewitt 2001). Schram and Dunsing (1981) point out that as women were 
increasing their labor force participation, they were also increasing their participation in 
volunteer work. 
Conversely, "A growing volume of research suggests that employment may reduce 
the supply of those [women] who have traditionally provided the majority of family and 
community care" (Gallagher 1994b:7). For example, in examining helping behaviors, 
Gallagher ( l 994a) found that employment significantly reduced the amount of time helping 
kin. Meiners and Olson ( 1987) also noted a similar finding that women reduced their unpaid 
work time in response to involvement in paid work. Such evidence is also recorded by 
Markham and Bonjean (1996) as they found that employed women devoted less time to the 
organization than non-employed members did. Tiehen (2000), in her examination of 
women's volunteer rates over time, found that the most obvious possible factor related to a 
decline in volunteer participation was the dramatic increase in the employment rate of 
women. Still, Wilson (2000) mentions that an increase in the labor force participation of 
women has not lowered the volunteer rate. "[W]omen have simply changed what they 
volunteer for as they take up paid employment" (Wilson 2000:217). This statement leads to 
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another point. It may be possible that increased employment rates among women does not 
increase or decrease the amount of time spent volunteering. The effect may instead be 
noticeable in the type of volunteer work done rather than the hours dedicated to volunteering. 
Each of these ideas will be explored next through an assortment of theoretical perspectives. 
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CHAPTER3 
THEORETICAL FRAMEWORK 
Two main theories attempt to explain the relationship between involvement in the 
paid labor force and volunteering. From one way of thinking, persons engaged in 
employment would be more likely to volunteer. According to human capital theory, this is 
explained by the assumption that through employment, people acquire the skills and 
resources necessary to volunteer, and also have more opportunities to volunteer through their 
paid work. Another perspective expects that women who are working full-time would lack 
the time and energy necessary to be involved in volunteer work, given their paid employment 
and family and home responsibilities. This view is covered by the role overload perspective. 
The common stereotype of a volunteer as a homemaker or retiree is very plausible according 
to such views, because " ... the opportunity cost of an investment of time is lower for a person 
with more free time" (Oliver 1984:603). Brown (1999:25) sums these two theories, thus 
stating, "On the one hand, the busier people are, the harder it is to find time for any one 
thing, including volunteering. On the other hand, the busier they are, the more they come in 
contact with opportunities to volunteer." Each of these sets of theories will be discussed next 
with further illustrations of how the particular approach seeks to explain the volunteer 
behavior of women. 
Human Capital Theory 
Overall, human capital includes such resources as education, income, and health 
status, which are thought to be positively related to volunteering. The availability of 
resources accessible to an individual has been shown to have a significant impact on his or 
15 
her likelihood to volunteer. "People controlling more resources are more often volunteers ... " 
(Dekker and Halman 2003: 145). Such resources may be in the form of time, money, 
education and abilities, and so on (Dekker and Halman 2003: 145). It may be argued that 
skills and confidence gained through paid employment are, to a certain degree, necessary for 
a person to involve themselves in volunteer activities (Oliver 1984). "In short," asserts 
Musick, Wilson, and Bynum (2000: 1541 ), "without resources people cannot volunteer." 
Human capital theory incorporates these ideas in its explanation of volunteering. 
Human capital theory assumes that the decision to volunteer is based on one's 
rational weighing of the costs and benefits associated with volunteering (Wilson 2000). 
Also, it refers to the resources that are possessed by individuals which make productive 
activities possible (Wilson and Musick 1997a). "Human capital qualifies a person for 
volunteer work and makes that person more attractive to agencies seeking volunteer labor," 
according to Wilson and Musick (1997a:698). Human capital is often measured in research 
by income and level of education (Dekker and Halman 2003). "People with higher incomes, 
more education, and in professional or managerial positions volunteer at higher rates," as 
stated by Dekker and Halman (2003:45). Brown (1999) also found that people who pursue 
further education after high school are more likely to volunteer. She notes additionally that 
volunteer rates also rise with increases in income (Brown 1999). According to human capital 
theory, the relationship between education and volunteering may be explained by the 
statement that, "the more educated a person is, the more knowledge he/she can use in order to 
help a voluntary organization to achieve its goals" (Dekker and Halman 2003: 146). An 
individual's state of health is also considered when assessing one's human capital. Gallagher 
(1994b) found that both income and better health positively affected the amount of time spent 
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helping though formal volunteer associations by older persons. In order to make 
volunteering fully possible, an acceptable level of health is necessary (Dekker and Halman 
2003). Therefore, being healthy almost definitely increases the probability of volunteering. 
Human capital theory may be applied to women volunteers and their decision to be 
involved (or not) in voluntary activities. In Gallagher's (1994b) study of older persons, she 
found that human capital played a significant role in influencing women's volunteerism. 
"Older women who are in better health or in better financial shape belong to significantly 
more groups than do poorer or sicker women" (Gallagher 1994b: 124). Volunteering may 
also be considered a human capital investment, which includes " ... activities that improve 
skills, knowledge, or health of individuals" (Schram and Dunsing 1981 :373). Volunteer 
work has the propensity to provide such human capital investments that are needed in market 
and household production, according to Schram and Dunsing ( 1981 ). These investments 
may include " ... on-the-job training, information about jobs and the community, training in 
health and child care, organizational skills, and satisfactions leading to improved mental 
health" (Schram and Dunsing 1981 :373). It may then be argued, as is by Becker (1964), that 
women should seek human capital investments that will increase their productivity in various 
activities. Volunteering, then, would provide such investments. Schram and Dunsing (1981) 
claim that a woman who is not working might volunteer in order to acquire or maintain job-
related skills. Therefore, in this instance, the costs and benefits of volunteering are weighed, 
and a decision to volunteer is based on the human capital one has or desires. 
Overall, the resource-based theory of human capital, as applied to the choice to 
volunteer by persons involved in paid employment, contains certain assumptions. According 
to this perspective, it is assumed that employed persons would be more likely than persons 
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not in the labor force to be involved in volunteering activities. In other words, women who 
have more human capital would be deemed as more likely to volunteer their time and 
themselves. The rational behind this notion is that from one's involvement in the workplace 
she or he derives the resources necessary for volunteer work. Conversely, it should be 
acknowledged that people with such resources might also be more likely to be in the labor 
market in the first place. 
Role Overload Theory 
While the perspective of human capital theory addresses the issue of deciding 
whether or not to volunteer based on the resources available to or desired by an individual, 
role overload theory examines the different roles and commitments an individual has. In one 
sense, the perspectives of human capital and role overload are similar in the fact that they 
both take into account time as a necessary resource for volunteering, which is a central 
concept of the role overload approach. "Role Overload occurs when one' s roles require more 
time and effort than one has for them" (Markham and Bonjean 1996:697). Moreover, such 
overload may be reduced by devoting less time to volunteering commitments. Therefore, 
under this perspective, a negative relationship is expected to exist between paid employment 
and volunteer work. Wilson (2000:220) writes, "Time constraints do seem to operate among 
the employed, because part-time workers volunteer more than full-time workers." Some 
authors suggest that multiple work and family roles create stress, " .. . leading to role strain, 
role conflict, and role overload" (Negrey 1993:121). Volunteer time then, may decrease as a 
result of people's lack of free time and energy after the daily routine is done (Schor 1991; 
Brown 1999). 
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Human capital theory assumes that resources, which may be drawn from or be 
measured by paid employment, will have a positive relationship with volunteer time. Role 
overload theory, conversely, maintains that paid employment is negatively related to 
volunteer time, because the role of "volunteer" is placed behind other roles one has in life, 
such as employee, family caretaker, etc. "The role overload perspective suggests that 
members with paid jobs are more likely to experience role conflict as they try to make time 
for their voluntary organization commitments in already busy schedules" (Markham and 
Bon jean 1996:710). Many women, for instance, take on the roles of "worker," "mother," 
and/or "wife" in their day-to-day living, leaving little time or energy left to also maintain the 
role of "volunteer." Dekker and Halman (2003:147) suggest that "Women are less active in 
the labor market; therefore, they have more free time and a more flexible schedule, allowing 
them to volunteer." While this statement may be perceived to apply to women not engaged 
in paid employment, it clearly does not fit women working in full-time paid employment 
today. According to facts provided by the AFL-CIO (2004), more women are working than 
ever before, four in five mothers of school-age children work for pay, and seven in 10 
married working mothers work more than 40 hours per week. Many women (and men) face 
persistent conflicts in attempting to balance work and family. Women may experience these 
conflicts to a greater extent though, as even when working outside of the home, women are 
typically expected to assume responsibility of childcare and maintaining the home. 
Hochschild (1997:229) observes, "Like men, women absorb the work-family speedup far 
more than they resist it; but unlike men, women are the ones who shoulder most of the 
workload at home." Therefore, with these numerous roles already in conflict, little time is 
left for volunteering activities. As noted previously, women continue to enter the labor force 
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in greater numbers. Such role overload then, may explain the possible decrease of volunteer 
time in general and among women in paid employment. 
Studies have found support and no support in each direction. With regard to human 
capital theory, support was found by Schram and Dunsing (1981 ), but only partial support 
was found by Janoski and Wilson (1995). Likewise, the assumptions of role overload theory 
were supported by Naples (1992) and Markham and Bonjean (1996), but no support was 
found by Oliver (1984). Thus, there is no apparent consensus among previous research 
supporting the perspectives of human capital or role overload theory. 
Statistics from the U.S. Census Bureau and the U.S. Bureau of Labor Statistics 
provide evidence of the increasing presence of women in the paid labor force over the past 
several decades. This movement of women into paid labor may have an effect on the level of 
volunteering they engage in. Therefore, this research will attempt to determine which theory 
(human capital or role overload) better explains the impact of labor force participation on 
time spent volunteering. The following research question will be considered. 
1. Is participation in the labor force associated with volunteering among women? 
This research question will help to establish whether a positive or negative relationship exists 
between women's paid employment and their voluntary participation. 
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CHAPTER4 
CONCEPTUAL DEFINITIONS & OPERATIONALIZATION 
Volunteerism 
For the present study, volunteering will be defined in a manner similar to that of 
Wilson (2000). Thus, volunteering is defined as freely giving one's time and efforts to any 
individual or group, and includes only formal activities. The focus here is on volunteer work 
that is performed through political and civic groups and community service projects, where 
an individual is likely to be involved in giving time and effort to benefit others. Wollebaek 
and Selle (2002) utilize three separate measures including scope, intensity, and type. Similar 
measures are considered for the current analysis. 
Volunteerism and community participation are operationalized using three separate 
measures: the frequency of volunteer time in the past year, the respondent's perceived level 
of involvement in local community events, and the total number of local 
groups/organizations to which the respondent belongs. The measures for frequency of 
involvement and number of organizations the respondent belongs to are similar to the 
measures of intensity and scope, respectively, used by Wollebaek and Selle (2002). 
Employment Status 
Employment for the present study is operationalized in a manner similar to that of 
Gallagher ( l 994a), but with two added categories. Respondents self-identified as employed 
full-time, employed part-time, retired, homemaker, student or unemployed. Women 
employed on a full or part-time basis will be compared to women who identified themselves 
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as retirees or as homemakers, and full-time and part-time workers will be compared in terms 
of their volunteer rates. 
Data and Methods 
Data and Sample 
Data from a survey completed in 2004 is used to explore the present topic of women 
volunteers in rural communities.' For this project, the operational definition of a community 
is the telephone exchange area of an incorporated municipality. Consideration was limited to 
towns with a total population between 500 and 10,000 in 1990 (the first study was conducted 
in 1994). One town fitting this description was chosen randomly from each of Iowa's 99 
counties, plus one extra town, Oakland. A total of 15,000 questionnaires were sent to these 
100 small communities. A systematic random sampling procedure was used to select 165 
households from telephone directories from each community (150 plus 15 replacement 
names) . A survey was sent by mail to each selected household, specifying at random the 
male or female cohead over the age of 18 to complete the survey and return it in the provided 
envelope. If the cohead of the selected gender was not present in the household, the male or 
female receiving the survey was instructed to complete the survey instead. 
A modified total design method (Dillman 1978) was used. Two weeks after the 
initial survey was sent, postcard reminders were mailed to each selected household. Then, 
two weeks later again, a replacement survey was mailed to each household that had not yet 
responded. Due to incorrect addresses, 1, 118 surveys were returned incomplete. This survey 
features a total cooperation rate of 67 percent. 
1 For more information, see Besser, Ryan, and Agnitsch (2002). 
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Measures 
The independent variable of employment is considered for the present study and 
analyzed using a question from the survey. The item reads, "Your present employment 
status?" with six possible options. These include 1) Employed or self-employed on a full-
time basis, 2) Employed or self-employed on a part-time basis, 3) Retired, 4) Full-time 
homemaker, 5) Student, and 6) Unemployed. This item was later recoded into 1) employed 
(including being employed on a full- or part-time basis) and 0) other (including being retired, 
a homemaker, a student, or unemployed). This question and recode allow for categorization 
of whether or not the respondent is employed or in another situation. 
The dependent variable of volunteering/community participation is measured by three 
questions on the survey. First, respondents were asked, "How many times in the past 12 
months have you participated in a <community name> improvement project such as a 
volunteer project or fund-raising effort?" Possible responses include, 1) None, 2) Once, 3) 
Twice, 4) 3-4 times, 5) 5-9 times, or 6) 10 or more times. Second, respondents selected 1) 
Very active, 2) Somewhat active, 3) Not very active, or 4) Not at all active in response to the 
question, "In general, how would you describe your level of involvement in local community 
improvement activities and events?" The responses were later reverse coded so that higher 
numbers indicate a greater level of involvement. Finally, the third measure used for 
volunteering asked respondents to give a number in response to the question, "Considering 
all the types of groups and organizations listed above, about how many local groups in total 
do you belong to?" Using these three measures of volunteering, I am able to examine several 
different aspects of the variable including frequency of volunteering, level of involvement, 
and the number of local groups/organizations in which one participates. 
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Control Variables 
Several variables are included as control variables in the analyses here. Age, 
education, income, marital status, whether children are present in the household, and miles 
traveled to work will be controlled for in the following analyses. Existing evidence shows 
that the variables of age, education, income, and marital status are all strongly related to the 
decision to volunteer and/or participate in community activities (Hayghe 1991 ; Thoits and 
Hewitt 2001; Verba, Schlozman, and Brady 1995; Wilson and Musick 1997). Age was 
measured by asking the respondent to state how old they were as of their last birthday. 
Education was measured by asking, "Your highest level of formal education attained?" 
Possible responses include, 1) Less than 9th grade, 2) 9th to 121h grade, no diploma, 3) High 
school graduate (includes equivalency), 4) Some college, no degree, 5) Associate degree, 6) 
Bachelor' s degree, and 7) Graduate or professional degree. The variable of income was 
measured with the question: "What was your approximate gross (before taxes) household 
income from all sources for 2003?" Response categories were 1) $9,999 or less, 2) 10,000-
19,999, 3) 20,000-29,999, 4) 30,000-39,999, 5) 40,000-49,999, 6) 50,000-64,999, 7) 65,000-
75,999, and 8) $75,000 or more. To measure marital status, respondents could have chosen 
between I) Married, 2) Divorced/Separated, 3) Never married, or 4) Widowed, in response to 
the question, "What is your current marital status?" A dummy variable was later created in 
which two groups were formed including, I) married and 0) other. Having children present 
in the household may have an increasing or decreasing effect on the amount of volunteering 
done. Children may offer more opportunities for women to be involved in volunteering, or, 
children may take up more time that would have otherwise been available for volunteering. 
To obtain the number of children present in the household, respondents were asked, "How 
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many of the people living in your household are under 18 years of age." The final control 
variable is miles traveled to work. If one works a greater number of miles away town, he or 
she may spend more time commuting, and not have as much time to volunteer. For those 
who were not employed, a value of 0 was entered for miles to work. 
Descriptive Results 
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CHAPTERS 
RESULTS AND DISCUSSION 
Results and Findings 
Table 1 displays the descriptive statistics for all variables used in the analysis. Over 
half of the female respondents (60.1 % ) are involved in full- or part-time employment. The 
U.S. Bureau of Labor Statistics indicated a similar percentage of 56.1 percent. Of those 
persons in the paid work force participating in this study, 75.1 percent are involved in full-
time work and 24.9 percent are involved in part-time work. For the first dependent variable, 
the frequency of volunteering, 52.8 percent reported involvement in an improvement project 
in their community. In regard to the level of involvement of the female respondents, 34.8 
percent reported being somewhat or very active. For the third independent variable, the 
mean number of organizations respondents were involved with is 1.59, with 63.8 percent of 
respondents reporting belonging to at least one local group. 
For the control variables considered in this study, some findings were consistent with 
findings of the U.S. Census Bureau, while others were quite different. The mean age of 
respondents participating in this survey was 57 .12. For education, the average amount 
completed by respondents was some college with no degree. These findings vary somewhat 
from previous state findings of the U.S. Census Bureau (2000a), which showed that the mode 
of educational attainment for Iowa females aged 25 and over was a high school graduate.2 
2 Data of educational attainment for persons aged 18 and over was not available. 
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Table 1: Univariate Descriptives Of All Variables 
Mean 
(Standard Deviation) 
Employment Status: 
Full- or part-time v. other (!=employed, O=other) 
Full-time v. part-time (O=part-time, l=full-time) 
Volunteering: 
Frequency of volunteering ( 1 =none - 6= 10 or more times) 
Level of involvement (l=not at all active -4=very active) 
Number of orgs involved with 
Control Variables: 
Age 
Education (l=less than 9th grade - 7=grad/prof degree) 
Income (1=$9,999 or less - 8=$75,000 or more) 
Marital Status (l=married, O=other) 
Children present in the household 
Miles traveled to work 
N = 5521 
.55 
(.50) 
.75 
(.43) 
2.28 
( 1.49) 
2.16 
(.86) 
1.59 
(l.71) 
57.12 
(18.04) 
4.03 
(l.49) 
4.05 
(2.11) 
.61 
(.49) 
.56 
( 1.01) 
76.21 
(252.63) 
On average, respondents reported a gross household income of $30,000 to 39,000. Census 
Bureau (2003a) statistics show that the mean household income for Iowa is $50,630. 
Regarding marital status, 68.6 percent of respondents reported being married. State data for 
Iowa from the US Census Bureau (2003b) shows a lower percentage of marriage among 
females, with 57 .2 percent having a married spouse present. Twenty-nine percent of 
respondents from this survey reported having at least one child present in the household. 
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Census (2000b) findings for Iowa show a slightly higher percentage, reporting that 33.3 
percent of households have children present under 18 years of age. Also, the average number 
of people in households under age 18 is 0.55 found in the present analysis. And finally, the 
mean number of miles traveled to work reported by respondents was 76.21 miles. 
Correlation Results 
Table 2 shows the correlations for all variables used in analysis . As illustrated, a 
significant correlation was found between most of the variables. Similar to findings of 
previous research (Hayghe 1991 ; Thoits and Hewitt 2001 ), education, income, and marital 
status all had a significant and positive relationship with frequency of participation and the 
dependent variable measuring the level of involvement in community activities and events. 
There was also a significant, positive relationship present between the education and income 
and the number of organizations with which one is involved. Varying correlations were 
noted between employment status and the three dependent variables. A significant, positive 
relationship is indicated between employment status and frequency of participation, as well 
as the level of involvement. Yet, a significant negative relationship exists between 
employment status and the other dependent variable regarding the number of organizations 
one is involved in. 
Regression Results 
Table 3 shows the OLS regression of the relationship of frequency of volunteering 
and employment status. While age, education, income, marital status, and having children 
present all had a significant and positive relationship with frequency of volunteering, miles 
traveled to work and employment status showed no significant relationship with the 
dependent variable. This model may be in the direction of supporting human capital theory 
Table 2: Correlations/Bivariate DescriQtives Of All Variables 
Age Education Income Marital Children Miles to Employ- Full- v. Freq. Of Level of Number of 
Status Present Work ment Part- Participation Involve- Orgs Involved 
Status Time ment In 
Age 
Education -.365** 
Income -.385** .369** 
Marital Status -.390** .175** .462** 
Children 
Present -.568** .199** .228** .257** 
Miles to Work -.065** .001 .049** .053** .040** 
Employment 
Status -.669** .3 JO** .338** .279** .320** .230** 
Full- v. Part-
Time -.180** .104** .188** -.010 -.005 -.099** a. 
Freq . of 
Participation -.038** .185** .146** .109** .082** .003 .063** -020 N 00 
Level of 
Involvement -.024 .132** .128** .099** .091 ** .018 .059** -.022 .627** 
Number of 
Orgs Involved 
In .147** .175** .091 ** .015 .012 -.021 -.094** -.040* .547** .536** 
N = 5521 
** p< .01 
a. Cannot be computed because at least one of the variables is constant. 
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in that there exists a positive, although not significant relationship between the dependent and 
independent variables. Also, less than six percent of variation in the frequency of 
volunteering is explained by all of the variables in the equation (adjusted R2=.06). Table 4 
shows the same set of variables regressed with full-time versus part-time employment. In 
this instance, all of the control variables except marital status and miles to work have a 
significant, positive relationship with the frequency of volunteering. Although the sign of the 
coefficient for full- versus part-time employment is not significant, some difference may be 
noted between full-time and part-time workers in terms of frequency of volunteering. 
Table 5 displays the regression coefficients from the OLS regression of level of 
involvement and employment status. Here, a significant and positive relationship was found 
between the control variables (except miles to work) and the dependent variable. Also, a 
significant, positive relationship was found to exist between employment status and level of 
involvement. This gives an indication that persons involved in the paid labor force are more 
likely than those not to have a high level of involvement in community improvement 
activities, leading to some support for human capital theory. Still, less than four percent of 
variation in the level of volunteering is explained by all of the variables in the equation 
(adjusted R2=.04). Table 6 shows the breakdown of full- and part-time workers, and here, 
little difference is seen between the two models. In Table 6, age, education, income, marital 
status, and children present all show a significant, positive relationship with the dependent 
variable. The employment variable is not significant, and the coefficient does not indicate a 
relationship in either direction with the level of involvement. 
Table 7 shows the regression coefficients for the final dependent variable, the 
number of organizations with which one is involved. Here, the variables in the equation 
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Table 3: The Relationship of Frequency of Volunteering and Employment Status Controlling 
for Demographic Variables (OLS Regression) (N=5521) 
Model l 
Age 
Education (l=less than 9th grade - 7=grad/prof degree) 
Income (1=$9,999 or less - 8=$75,000 or more) 
Marital Status (l=married, O=other) 
Children Present 
Miles To Work 
Employment Status (I-employed, O=other) 
Constant 
F statistic 
Adjusted R2 
* p < .05, ** p < .01, *** p < .001 
39.38 
.06 
Standardized 
Coefficients 
( t statistic) 
.17*** 
(7.42) 
.18*** 
(11.05) 
.08*** 
(4.37) 
.07*** 
(4.40) 
.10*** 
(5.63) 
.00 
(.11) 
.03 
(l.44) 
(1.86) 
Unstandardized 
Coefficients 
(standard error) 
.015 
(.00) 
.18 
(.02) 
.05 
(.01) 
.22 
(.05) 
.14 
(.03) 
.09 
(.00) 
.09 
(.06) 
.31 
(.16) 
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Table 4: The Relationship of Frequency of Volunteering and Full- v. Part-Time Employment 
Controlling for Demographic Variables (OLS Regression) (N=5521) 
Model2 
Age 
Education (l=less than 9th grade - 7=grad/prof degree) 
Income (1=$9,999 or less - 8=$75,000 or more) 
Marital Status (l=married, O=other) 
Children Present 
Miles To Work 
Full- v. Part-Time Employment (O=part-, l=full-time) 
Constant 
F statistic 
Adjusted R2 
* p < .05, ** p < .0 l, *** p < .00 l 
22.51 
.05 
Standardized 
Coefficients 
( t statistic) 
.15*** 
(6.91) 
.15*** 
(7.68) 
.05** 
(2.47) 
.04 
(1.90) 
.16*** 
(7.42) 
-.02E-01 
(-.13) 
-.01 
(-.44) 
(1.91) 
Unstandardized 
Coefficients 
(standard error) 
.02 
(.00) 
.16 
(.02) 
.04 
(.02) 
.13 
(.07) 
.21 
(.03) 
-.12E-04 
(.00) 
-.03 
(.07) 
.37 
(.20) 
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Table 5: The Relationship of Level of Involvement and Employment Status Controlling for 
Demographic Variables (OLS Regression) (N=5521 ) 
Model 1 
Age 
Education (l=less than 9th grade - 7=grad/prof degree) 
Income (1=$9,999 or less - 8=$75,000 or more) 
Marital Status (!=married, O=other) 
Children Present 
Miles To Work 
Employment Status (!=employed, O=other) 
Constant 
F statistic 
Adjusted R2 
* p < .05, ** p < .01, *** p < .001 
28.38 
.04 
Standardized 
Coefficients 
(t statistic) 
.17*** 
(7.60) 
.11 *** 
(6.99) 
.07*** 
(4.09) 
.08*** 
(4.71) 
.12*** 
(6.63) 
.01 
(.83) 
.04* 
(2.15) 
(1 l.66)*** 
Unstandardized 
Coefficients 
(standard error) 
.01 
(.00) 
.07 
(.01) 
.03 
(.01) 
.14 
(.03) 
.10 
(.02) 
.00 
(.00) 
.08 
(.04) 
1.12 
(.10) 
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Table 6: The Relationship of Level of Involvement and Full- v. Part-Time Employment 
Controlling for Demographic Variables (OLS Regression) (N=552 l) 
Model2 
Standardized 
Coefficients 
( t statistic) 
Age .17*** 
(7.50) 
Education (!=less than 9th grade- 7=grad/prof degree) .20*** 
(5 .00) 
Income (1=$9,999 or less - 8=$75,000 or more) .04* 
(2.00) 
Marital Status ( l=married, O=other) .06** 
(3 .08) 
Children Present .18*** 
(8 .11) 
Miles To Work .01 
(.57) 
Full- v. Part-Time Employment (O=part-, l=full-time) .00 
(.22) 
Constant (9 .48)*** 
F statistic 
Adjusted R2 
* p < .05, ** p < .01, *** p < .001 
19.79 
.05 
Unstandardized 
Coefficients 
(standard error) 
.01 
(.00) 
.06 
(.01) 
.02 
(.01) 
.12 
(.04) 
.13 
(.02) 
.00 
(.00) 
.01 
(.04) 
1.09 
(.12) 
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Table 7: The Relationship of Number of Organizations Involved In and Employment Status 
Controlling for Demographic Variables (OLS Regression) (N=5521) 
Model I 
Age 
Education (1 =less than 9th grade - 7=grad/prof degree) 
Income (1=$9,999 or less - 8=$75,000 or more) 
Marital Status (l=married, O=other) 
Children Present 
Miles To Work 
Employment Status ( l=employed, O=other) 
Constant 
F statistic 
Adjusted R2 
* p < .05, ** p < .01, *** p < .001 
76.74 
.I I 
Standardized 
Coefficients 
(t statistic) 
.35*** 
(15.35) 
.23*** 
(14.35) 
.10*** 
(5.68) 
.04* 
(2.38) 
.14*** 
(8.14) 
-.04E-Ol 
(-.27) 
-.04 
(-1.86) 
(-9.73) 
Unstandardized 
Coefficients 
(standard error) 
.03 
(.00) 
.27 
(.02) 
.08 
(.01) 
.14 
(.06) 
.23 
(.03) 
-.29E-04 
(.00) 
-.13 
(.07) 
-1.86 
(.19) 
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Table 8: The Relationship of Number of Organizations Involved In and Full- v. Part-Time 
Employment Controlling for Demographic Variables (OLS Regression) (N=5521) 
Model 2 
Standardized 
Coefficients 
( t statistic) 
Age .23*** 
( 10.49) 
Education (l=less than 9th grade - 7=grad/prof degree) .21 *** 
(10.79) 
Income (1=$9,999 or less - 8=$75,000 or more) .05* 
(2.36) 
Marital Status (l=married, O=other) .06** 
(2.73) 
Children Present .19*** 
(8.84) 
Miles To Work -.OIE-01 
(-.03) 
Full- v. Part-Time Employment (O=part-, l =full-time) -.02 
(-1.18) 
Constant (-7.44)*** 
F statistic 
Adjusted R2 
* p < .05, ** p < .01, *** p < .001 
39.41 
.09 
Unstandardized 
Coefficients 
(standard error) 
.03 
(.00) 
.25 
(.02) 
.04 
(.02) 
.20 
(.07) 
.27 
(.03) 
-.28E-05 
(.00) 
-.09 
(.07) 
-1.59 
(.21) 
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explain about 11 percent of the variation regarding the number of organizations one is 
involve with (adjusted R2=. l l ). Age, education, income, and having children present in the 
household all had a significant, positive relationship with the dependent variable. Marital 
status, although somewhat less significant, still provided a positive relationship with the 
number of organizations with which one belongs, and miles traveled to work indicated an 
insignificant relationship with the dependent variable. Results show that employment status 
too, while not significant, had a negative relationship with number of organizations. This is 
in the direction of support for role overload theory. Table 8 then illustrates the OLS 
regression coefficients for the same dependent variable and includes full- versus part-time 
employment. Similar findings to those found in model 1 for this dependent variable (shown 
in Table 7) are indicated in this model. Here also, the coefficient is not significant, but some 
difference may still be noticed between full-time and part-time workers. Thus, persons 
engaged in part-time employment might be more likely than those in full-time work to 
belong to a greater number of organizations. While there were no measures of free time 
available in this data, this finding may still lend some support to role overload theory, in that 
full-time workers may simply not have the free time that part-time employees may have that 
is necessary to be involved in more activities. 
Discussion 
Overall results from this analysis reveal mixed findings in relation to the research 
questions considered in this study. In regard to human capital theory, there was only limited 
support as shown in Table 3 and Table 5. This partial support for human capital theory is 
present for two of the dependent variables, frequency of volunteering and level of 
involvement in community activities. There were no significant findings to strengthen an 
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argument that involvement in the paid labor force would increase the likelihood of 
volunteering when considering employment status (Table 3), but the relationship was in this 
direction. When considering the level of involvement and employment status though, a 
positive significant relationship was recorded, providing more substantial support to the 
perspectives of human capital theory. Still, in general , there is not enough evidence provided 
from this analysis to support human capital theory as an explanation for a relationship 
between employment status and volunteering. 
Limited supporting evidence was also present for role overload theory. The 
regression analysis shown for the dependent variable of frequency of volunteering with the 
independent variable of full - and part-time employment provides some evidence supporting 
this theory (Table 4) . While the negative relationship between full- and part-time 
employment and frequency of volunteering is not a significant one, it is still in the direction 
(negative) that aids in the argument for role overload perspective. This result leads to the 
idea that women working more hours may belong to fewer organizations in the community. 
Thus, if people are spending more time in paid employment, they may not have the free time 
necessary for volunteering. The relationships found for the dependent variable of number of 
organizations involved with also provide some evidence supporting role overload theory. In 
Table 7, while a significant relationship is not shown between employment status and the 
dependent variable, it is negative, and thus lending partial support to role overload. Still, 
positive relationships are shown to exist for each of the control variables (except miles to 
work), which would not be predicted according to this perspective, and would be more likely 
to be considered as partial support for human capital theory. In Table 8 though, although a 
positive relationship again is shown between each of the control variables (except miles to 
38 
work) and the number of organizations involved in, an insignificant, negative relationship is 
again indicated between full- versus part-time employment and the dependent variable. For 
the dependent variable of number of organizations involved in then, the results show mixed 
findings with limited support for both human capital and role overload theories. 
Another important finding resides in the relationships existing between the dependent 
and control variables. The positive associations between these variables tend to lend more 
support to the ideas of human capital theory. Education, in fact, is considered a key 
component of one's human capital. Because significant and positive relationships were 
found in all models between the dependent variables and the control variable of education, it 
might be determined that significant support was found for human capital theory. While this 
point is acknowledged in the present study, the focus here still remains on the unique 
contribution of employment to volunteering. 
Overall, the regression analysis provided some supporting evidence for each of the 
perspectives considered. Support for human capital theory was noted mostly by insignificant 
findings, but one significant finding was noted between an independent and dependent 
variable (see Table 5). Significant and positive relationships between the independent 
variables and the control variables also offered supporting evidence in favor of the human 
capital perspective. Role overload theory, on the other hand, received some support from 
insignificant relationships between the independent and dependent variables, but little 
contributing support from relationships with control variables. Therefore, substantial support 
seems to be lacking for either of the perspectives considered in this study. It may simply be 
that the answer is situational, and might differ from one situation to another. Overall, the 
support for either perspective is not overwhelmingly strong, and therefore it is safer to 
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assume that each of these theories, human capital and role overload, may have some 
explanation power depending on the individual case. 
Such findings may lead to the consideration of other possible effects that employment 
may have on volunteering. For example, it may be that employment does not necessarily 
have an effect on the time spent in volunteer activities or the number of organizations 
involved with. Instead, it is possible that employment simply affects the type of group with 
which one is involved or the role that is assumed within the group. Oliver (1984:601) states, 
"Some people do nothing at all, others make only small contributions such as signing a 
petition or paying dues, while a third group contributes substantial amounts of time and 
effort." Thus, one's employment status may play a part in determining what his or her role is 
within an organization and how much effort is contributed. When analyzing the role of work 
in the decision to volunteer, Wilson and Musick (1997b) employ "spillover theory." Under 
this theory, "occupations that demand or encourage the use of initiative, thought, and 
independent judgment at work will encourage, or permit, social participation" (Wilson and 
Musick 1997b:253). Likewise, this perspective assumes that individuals' work and non-
work roles will have the same characteristics and will allow them to draw on the same 
abilities. Spillover theory is contrasted with compensation theory, which assumes that 
workers use their leisure time to compensate for what they are lacking in their work time. 
Thus, employees will seek non-work experiences, possibly volunteering, that provide them 
opportunities that are missing from their paid work. Additionally, in terms of the type of 
group involved in, Markham and Bonjean (1996) suggest that because employed women may 
have gender role attitudes that are less traditional, they might find more satisfaction 
belonging to organizations that are not customarily dominated by women. Therefore, future 
40 
research should examine other potential effects of participation in the paid labor force on 
volunteering. 
Another factor that may be important to consider in future research is the division of 
labor in the household. The amount of time spent taking care of the home may greatly affect 
the relationship between employment and volunteering. For instance, if work at home is 
divided unevenly among the members of the household, the person with the greatest 
workload may have more difficulty finding the time to engage in volunteer activities than 
those who shoulder less of the workload. From another angle, if the home responsibilities 
are divided somewhat evenly among household members, there may be less of an impact on 
volunteer habits in relation to work status. This is yet another issue that should be explored 
further in future research on volunteerism. 
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CHAPTER6 
CONCLUSION 
This study sought to explore the possible relationship between women's increased 
participation in the labor force and voluntary participation in rural communities. 
Equivalence reliability is established by using multiple indicators in the operationalization of 
the voluntary participation variable. Validity for the study is established in several ways. 
First, internally, face validity is present in that each item has been used in past studies and 
there is agreement in the field that these items are valid measures (see Glynn 1981; Liu and 
Besser 2003; Besser and Ryan 2000; Liu, Ryan, Aurbach, and Besser 1998). External 
validity is supported through the random sampling procedure and high response rates. 
Although the large sample size may be considered a strength of the study, it may also be a 
weakness. It may be possible that some of the results were present simply because of the 
large sample size rather than because an actual relationship exists. Still, as residents were 
surveyed in a small town in each of Iowa' s 99 counties (producing geographical 
representation), coupled with the large sample size and high response rates, these results are 
easily generalizable to the majority of rural Iowan communities, as well as rural communities 
in other states where similar conditions exist. This research is valuable as it is important to 
stay attuned to what is happening in our current social world. In order to fully recognize 
social movements and changes in our society, we must also acknowledge the effects these 
changes have on other aspects of our lives. While women may be doing more paid work and 
less voluntary work, they still may be more likely to be volunteering in the community than 
men. Therefore, future research in this area may seek to address how men's involvement in 
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voluntary participation has altered along with women's increased participation in the labor 
force. 
A decrease of volunteers, particularly women volunteers, may have negative effects 
within the community. Many small towns in the United States are dealing with declining 
populations and stagnating economies. Numerous community organizations rely on the 
generosity of people giving their time and efforts. One possible argument asserts that greater 
rates of community participation and volunteering lead to greater social capital, therefore 
increasing the prosperity of rural communities. Therefore, under this assumption, the need 
for and importance of volunteers is great in rural communities and elsewhere. While 
findings of this study did not fully support the perspectives of human capital or role overload 
theory, it is still important to recognize the numerous demands that are placed on persons 
today. Women in particular seem to be met with challenges as they attempt to handle the 
various roles of work and family, possibly leading to role overload. Little time or energy is 
left then to maintain another role of being a volunteer. It may be difficult to uphold each of 
these roles, and the arenas of work and family are often given priority. Kaminer (1984:217) 
states, "Continuing the volunteer tradition will require some delicate balancing - of what 
women want for themselves, their families, and their communities." This balance is not an 
easy one to achieve, but it may be necessary to strive for in order to preserve the community. 
This does not mean, however, that women should feel obligated to add the role of volunteer 
to their list without altering their actions in their other assumed roles. 
As has been discussed, many women are experiencing a "time bind" in which they 
are "starved for time" even more so than men because of commitments at work and at home 
(Hochschild 1997). One way to alleviate this conflict is to adjust the way work is done. By 
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making the workplace more "family friendly" in a sense, women and men alike would feel 
more willing and able to volunteer their time and efforts in the community. More flexible 
scheduling of work hours and where the work is done would be a major improvement for the 
workplace. Flex-time, compressed work weeks, and telecommuting are options that give 
workers the flexibility that may be needed to care for children or older relatives (CPA 
2003a), or to donate their time and skills in formal volunteering. Other policies that involve 
more flexible scheduling which may help to alleviate the work-family conflict include job 
sharing, where two part-time employees share one full-time job, and offering benefits for 
part-time jobs (AFL-CIO 2001; CPA 2003b). Also necessary of mention is the idea of a 
reduced workweek. Ne grey (1993 : 121) argues, "Reduced work facilitates [community] 
participation when work schedules are predictable and when they do not perpetuate the 
tyranny of the forty-hour week." Studies have also shown that the type of work done affects 
volunteer rates. Wilson and Musick ( l 997b) examined what types of occupations were most 
likely to volunteer. Overall findings suggested that occupations with dimensions of 
complexity, autonomy, and variety (i.e., those with occupational self-direction) have higher 
volunteer rates among employees, and that persons working in the public sector volunteer 
most. Therefore, work that provides autonomy to the worker along with various forms of 
flexible scheduling is most conducive to making the decision to volunteer. 
Still, among all of the policies and procedures that may improve the workplace in 
terms of conflicts between work, family, and community, what is needed is a general 
reevaluation and redefinition of work. Workplaces and workers both have been slow to 
change and adopt policies that fit with the changing lives and structures of families (i.e., 
women ' s increased labor force participation). Hochschild ( 1989) discusses this matter in her 
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writings on the "second shift." She declares, "The workforce has changed. Women have 
changed. But most workplaces have remained inflexible in the face of family demands of 
their workers and at home, most men have yet to really adapt to the changes in women" 
(Hochschild 1989: 12). As women have been changing in terms of their roles taken on in the 
workplace and at home, the workplaces themselves and men in general have been slow to 
realize, accept, and adjust to these changes. Hochschild ( 1989: 12) refers to this " ... strain 
between the change in women and the absence of change in much else ... " as a "stalled 
revolution." 
Another challenge to the implementation of new policies in the workplace involves 
both male and female workers and their perceptions of workplace expectations. With 
increasing pressures to work more and produce faster in order to compete with others in the 
business world, workers seem to be reluctant to take advantage of policies (if even available) 
that would aid in reducing the time bind. Hochschild ( 1997) offers some possible 
explanations for why workers are not taking the available opportunities to reduce their time 
at work. "The most widely accepted explanation," she states, "is that [workers] simply can't 
afford shorter hours," career-wise, financially, or both (Hochschild 1997:28). Therefore, 
workers maintain their extended hours because they need the money, and/or fear being laid 
off or not offered promotions if they cut back on work time. Another explanation is that 
workers who are interested in and eligible for flexible or shorter work hours are simply 
unaware of these options and/or how to receive them. Hochschild (1997:206) also identifies 
the "Total Quality" worker as one who is" . . . invited to feel committed to his company." 
With this image of a "Total Quality" worker or "ideal worker" as one who can be committed 
to his or her company, placing work above all else (including family and community), it is 
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easy to see why workers tend to show hesitancy in lessening time spent on the job. Women 
and men should not have to derive their self-identify mainly from their work, but also find 
their identity from family and community. So, if a person's role at work were redefined to be 
only one element of one's life operating in conjunction with roles of the home and the 
community, all would benefit from a greater balance of time and energy in each arena. This 
may lead to greater voluntary participation and helping of others, therefore strengthening the 
community, and in turn also strengthening the family and the workplace. 
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